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Abstract 
The present study investigates the relationships between employees' organizational commitment and withholding effort, 
resistance to change, and burnout as negative aspects of organizational commitment. The research involved 1053 Lithuanian 
employees working in different public and private organizations. A questionnaire made up of Organizational commitment 
questionnaire (Meyer et al., 1993), Withholding effort scale (Kidwell, Robie, 2003, taken from Schnake, 2007), Resistance to 
change scale (Oreg, 2003), Maslach Burnout inventory (MBI-GS; Maslach, et al., 1996), and sociodemographic questions was 
used for gathering data. The stepwise multiple regression analysis revealed that affective commitment was the most positive 
component of organizational commitment for organization, whereas continuance commitment has had negative aspects for 
organization mostly. The conclusion has been made that various components of organizational commitment have different 
implications for organization.   
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1. Introduction 
 
 For years, research has focused on the positive implications of organizational commitment for 
organizations, i.e.  OCB (García-Cabrera & García-Soto, 2011; Lavelle, Brockner, et al., 2009), work motivation 
(Altindis, 2011; Kuvaass, 2006), productivity, lower level of turnover intention and absenteeism.Therefore, many 
scientists and practicians describe the organizational commitment as a desirable and powerful tool to bind 
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employees to the organization and enhance its productivity and effectiveness. This notwithstanding, in some cases 
organizational commitment may disturb social and personal functioning of employee as well as effective functioning 
of organization. As J. P. Meyer and N. J. Allen (1991) stated, the implications mostly depends on the component of 
commitment. Nonetheless, researchers frequently employ affective component of organizational commitment in 
order to explore positive consequences for employees or organizations (Kuvaas, 2006; Yiing & Ahmad, 2009; 
Ariani, 2012), while continuance commitment is occasionally left behind of interest. Still several investigations have 
demonstrated some negative consequences of continuance commitment for employee well-being emphasizing that 
the more employees are continuously committed the more they experience stress, work family conflict, lower life 
satisfaction (Meyer et al., 2002; Panaccio, Vanderberghe, 2009).  
 Not only employee but also an organization may experience negative consequences related to high level of 
continuance commitment. According to N. J. Allen and J. P. Meyer (1990), continuance commitment is based on 
investments which employee makes and the lack of employment alternatives. When employee has few alternatives 
he fears to lose an employment and feels being trapped in the organization (Vanderberghe et al., 2007). Thus a 
strong sense of being "trapped" is stressful for employee (Meyer et al., 2002). Instead of effective job performance, 
the employee could be frustrated, react inadequately and withhold his/ her effort or even loaf at work. As a 
consequence, employee could easily emotionally exhaust and feel less professionally effective. Beside of that, it 
seems likely that high level of continuous commitment leads to rigidity and resistance to change because employee 
with lack of alternatives is externally regulated (Meyer et all, 2004) and should not be prepared to involve in process 
of changes. It is evident that resistance to change could be strengthened by professional burnout (Leiter & Harvie, 
2011).  
 Unfortunately, the present studies do not give a clear and comprehensive picture of possible negative 
implications of different components of organizational commitment for organizations. Moreover, these complex 
theoretical assumptions require empirical verification. Therefore, the purpose of the present study was to investigate 
the relationships between employees' organizational commitment, withholding effort, resistance to change, and 
burnout in Lithuanian sample of employees. 
 
2. Method 
 
2.1. Participants 
The research involved 1053 Lithuanian employees. Participants have been working in different public (N=250, 
24 %) and private (N=803, 76 %) organizations. Respondents were 316 (30%) males and 737 (70%) females. They 
were between ages of 19 to 70 years (M = 37,87, SD = 11,56). Generally, respondents  have been working from a 
few months to more than 20 years in the current organization.  
 
2.2. Instruments 
Burnout was assessed by Maslach Burnout Inventory-General Survey (MBI-GS; Maslach et all., 1996) 
Lithuanian version. This inventory measures three components of burnout: emotional exhaustion (Cronbach α = 
0.85; 5 items), cynicism (Cronbach α = 0.75; 5 items,) and professional efficacy (Cronbach α = 0.75; 6 items).  
 Withholding effort was measured using three subscales from Effort propensity scale (Kidwell, Robie, 2003, taken 
from Schnake, 2007) consisted of 9 items (3 items in each subscale): withholding effort (Cronbach α = 0.56), 
withdrawal behaviour (Cronbach α = 0.72), and propensity to turnover (Cronbach α = 0.90). Items were rated on a 
7-point Likert-type scale from 1 (strongly disagree) to 7 (strongly agree). The scale was translated into Lithuanian 
language using a two-way translation  method.  
Organizational commitment was assessed using the 18-item revised Organizational commitment scale (Meyer et 
al., 1993). Items were rated on a 7-point Likert-type scale ranged from 1 (strongly disagree) to 7 (strongly agree). 
Affective (Cronbach α = 0.72), continuance (Cronbach α = 0.67) nnormative (Cronbach α = 0.69) commitment were 
each represented by six items. The scale was translated into Lithuanian language using a two-way translation 
method.   
Resistance to change was measured by Resistance to change scale (RTC; Oreg, 2003), consisted of 17 items 
using 7-point ratings (1 = strongly disagree to 7 = strongly agree). The scale was translated into Lithuanian language 
using a two-way translation. Cronbach’s a coefficients of reliability was  0.76.  
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3. Results 
 
3.1. Differences between men and women 
 
First of all, independent samples t tests were used to identify significant differences between men and women in 
the Lithuanian sample. The findings revealed some significant differences between men and women. Women were 
found to be more affectively (p<0.01) and normatively (p<0.05) committed than men. Also women tend to feel more 
efficient at work compared to men (p<0.01). While men have indicated that they withhold efforts (p<0.01), 
withdraw from work (p<0.01) and think about leaving the organization (p<0.01) much more than women. Moreover, 
men are more resistant to change (p<0.05) and tend to behave more often cynically (p<0.01) compared to women.  
 
Table 1. Results of gender differences for all study variables  
 
Variables Mean St. deviation Mean St. deviation t p - value 
 Men Women   
Affective commitment 4.30 1.12 4.61 1.09 -4.151 .000 
Continuance commitment 4.00 1.18 4.01 1.10 -.179 .858 
Normative commitment 3.67 1.17 3.86 1.10 -2.522 .012 
Withholding effort  10.19 3.86 9.46 3.79 2.835 .005 
Withdrawal  6.38 3.68 5.15 2.98 5.750 .000 
Propensity to turnover 9.18 5.09 8.28 4.99 2.652 .008 
Cynicism  2.07 1.38 1.49 1.34 5.964 .000 
Emotional exhaustion 2.79 1.53 2.64 1.49 1.461 .145 
Professional efficacy 4.40 1.38 4.78 1.17 -4.456 .000 
Resistance to change 3.87 .70 3.75 0.65 2.377 .018 
 
3.2. Connections between organizational commitment and withholding effort, resistance to change, burnout 
 
The correlations among all variables are presented in Table 2. The analysis revealed moderate to low significant 
correlations between different components of organizational commitment, withholding effort, resistance to change 
and burnout. Affective commitment was positively related to professional efficacy, and negatively related to all 
three types of withdrawal behaviour (i.e. withholding effort, withdrawal from work and propensity to turnover). 
Besides, affective commitment was negatively correlated with cynicism and emotional exhaustion. Also the analysis 
revealed that continuance commitment was positively correlated with withholding effort and resistance to change. 
Notwithstanding, continuance commitment was found to be negatively related to propensity to turnover, emotional 
exhaustion and professional efficacy. Finally, normative commitment positively correlates with professional 
efficacy and resistance to change, and negatively correlates with propensity to turnover, cynicism and emotional 
exhaustion.  
In order to evaluate the negative aspects of different component of organizational commitment and to examine 
the relationships between all study variables Structural equation modelling (SEM) with Maximum likelihood 
estimation was used. With reference to significant differences between men and women two models for men and 
women samples were examined using Amos 21.0.  
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Table 2. Correlations among all study variables  
 
Variables 1 2 3 6 7 8 9 10 11 
1 Affective 
commitment 
1         
2. Continuance 
commitment 
.377** 1        
3. Normative 
commitment 
.625** .539** 1       
6. Withholding 
effort  
-.161** .065* -.052 1      
7. Withdrawal  -.151** -.038 -.039 -.366* 1     
8. Propensity to 
turnover 
-.529** -.413** -.476** .004 .142* 1    
9. Cynicism  -.427** -.056 -.324** .273** .252** .408** 1   
10. Emotional 
exhaustion 
-.323** -.097** -.240** .154** .124** .315** .593** 1  
11. Professional 
efficacy 
.237** -.017 0.118** -.394** -.323** -.088** -.299** -.085** 1 
12. Resistance to 
change 
-.008 .269** .122** .093** .119** -.024 .226** -.174** -.141** 
 
Overall models' fit was examined by the chi-square (χ2) test and other various fit indices including RMSEA, TLI, 
IFI, and CFI. All fit indices of men's model (N=307) (χ2 = 11.396, df=11, p=.411; RMSEA =.011, TLI=.998, 
IFI=.999, CFI = .999) as well as of women's model (N=696) (χ2 = 14.101 df=11, p=.227; RMSEA =.020, TLI=.994, 
IFI=.998, CFI = .998) confirmed it's fitting the hypothesized model indicating the potential causal connections 
between three components of organizational commitment as exogenous variables and burnout, withholding effort 
and resistance to change as endogenous variables. The structural path estimates are presented as standardized 
regression weights (all coefficients are statistically significant at p < .01).  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1. Structural model for men 
The structural model with standardized regression weights for the sample of men is shown in Figure 1. Affective 
commitment influences directly positively professional efficacy and negatively affects propensity to turnover, 
withholding effort as well as emotional exhaustion and cynicism. While continuous commitment positively affects 
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cynicism, resistant to change and withholding effort and negatively affects propensity to turnover. Beside of that, 
withholding effort acts as mediate variable in relations between affective and continuance commitment and 
professional burnout. The results also revealed that normative commitment was the predictor of cynicism. 
Additionally, cynicism enhances the possibility for men to be more resistant to change.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2. Structural model for women 
 
Figure 2 presents the model with standardized regression weights for the sample of women. The model for 
women had more complex relations between study variables compared to the model for men. More specifically, 
women' affective commitment same as men directly positively influences professional efficacy and negatively 
propensity to turnover, withholding effort as well as emotional exhaustion and cynicism. Continuance commitment 
positively affects withholding effort, emotional exhaustion, cynicism and resistant to change and negatively affects 
propensity to turnover. Normative commitment negatively influences propensity to turnover and cynicism. Also it 
was found that as propensity to turnover increases, women's emotional exhaustion and cynicism increase. Moreover, 
withholding effort is a predictive variable of lower professional efficacy, higher emotional exhaustion and frequent 
cynic behavior. Finally, not only higher level of continuance commitment but also professional burnout may 
increase women's resistance to change.  
 
4. Discussion and conclusion 
 
 The purpose of this study was to investigate the relationships between employees' organizational 
commitment, withholding effort, resistance to change, and burnout. Also it was aimed to emphasize the negative 
aspects of organizational commitment for organization because of dominant attitude towards organizational 
commitment as a positive outcome of organizational behaviour.  
 To start with, the findings revealed some unexpected but significant differences between samples of men 
and women. Contrary to other studies (i. e. Judeh, 2011) women were found to be more subjectively effective 
employees compared to men. Such results could be explained by unequal and non homogeneous samples of men and 
women. The majority of women have had a Bachelor's degree whereas men's level of education was lower.  
 The results of the present study confirm that various components of organizational commitment have 
different implications for organization. Same as many findings of various studies (Kuvaas, 2006; Yiing & Ahmad, 
2009; Ariani, 2012) our results showed that affective commitment was found to be the most positive component of 
organizational commitment for organization. Affective commitment positively influences employees' professional 
efficacy and reduces a likelihood of professional burnout and withdrawal behaviour.  Furthermore, this investigation 
confirmed the presumption about negative aspects of continuance commitment. More specifically, continuance 
commitment was a significant predictor of higher level of resistance to change, cynicism and emotional exhaustion. 
This means that commitment based on investments which employee makes and the lack of employment alternatives 
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takes lots of employee's emotional resources to continue membership in the organization. Also this finding 
supplements the list of negative implications of continuance commitment for effective functioning of organization 
with additional elements (Meyer et al., 2002; Panaccio, Vanderberghe, 2009). Additionally, researchers are 
encouraging to explore the consequences of different component of commitment on purpose to display more 
comprehensive effect of organizational commitment to employee wellbeing and organizational effectiveness. 
 However, this study has certain limitations. First of all, the sample was not randomly selected and, 
therefore, may not represent all population of Lithuanian employees. Secondly, internal consistency of withholding 
effort subscale items was quite low therefore further investigations using different instruments evaluating 
employees' withholding effort are needed. In addition, this study does not correspond to researchers' call for 
longitudinal or experimental investigations which enable us to assess causality. Still, complex statistical analysis 
served us in pointing out the significant aspects of different component of commitment. The findings may give some 
references and be useful for managers and HR consultants who are seeking to prevent employees from professional 
burnout, avoid withdrawal behaviour or reduce employees' resistance to change.  
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